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Abstract

Leadership development programs have become a strategic priority for organizations 
seeking  to  enhance  leadership  capabilities,  improve  employee  performance,  and 
achieve  sustainable  organizational  success.  Despite  substantial  investments  in 
leadership  training  initiatives,  concerns  remain  regarding  their  effectiveness  in 
developing leadership  competencies  and improving organizational  outcomes.  This 
study assessed the impacts of leadership development programs on skill development 
and organizational performance. Specifically,  the study examined the influence of 
leadership  development  programs on leadership  skills,  evaluated the  relationship 
between  leadership  skill  development  and  organizational  performance,  and 
investigated the mediating role of leadership skill development in the relationship 
between  leadership  development  programs  and  organizational  performance.  A 
quantitative  research  approach  employing  a  cross-sectional  survey  design  was 
adopted. Data were collected from employees and managers who had participated in 
leadership  development  initiatives  and  analyzed  using  descriptive  statistics, 
correlation analysis, regression analysis, and mediation analysis. The findings revealed 
that leadership development programs significantly enhance leadership skills, which 
subsequently contribute to improved organizational performance. The study further 
established that  leadership  development  programs exert  both  direct  and indirect 
effects on organizational performance, with leadership skill development serving as a 
partial  mediator.  The  findings  support  Human  Capital  Theory,  Transformational 
Leadership Theory, and Social Learning Theory by demonstrating that investments in 
leadership  development  contribute  to  individual  competency  enhancement  and 
organizational  effectiveness.  The  study  concludes  that  leadership  development 
programs are valuable strategic investments for organizations seeking to strengthen 
leadership capacity and improve performance outcomes.

Keywords: Leadership Development Programs, Leadership Skills, Skill 
Development, Organizational Performance, Human Capital Theory, Leadership 
Effectiveness, Employee Performance.
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1. Introduction

Leadership is widely recognized as a critical driver of organizational effectiveness in 

an increasingly volatile, uncertain, complex, and ambiguous business environment. 

Organizations  across  sectors  are  confronted  with  rapid  technological  change, 

globalization, workforce diversity, digital transformation, and evolving stakeholder 

expectations, all of which require leaders capable of guiding teams, managing change, 

and sustaining organizational performance. Contemporary leadership extends beyond 

traditional managerial functions of directing and controlling organizational activities; 

it encompasses strategic thinking, emotional intelligence, adaptability, innovation, and 

the capacity to foster employee engagement and organizational resilience. As a result, 

organizations are placing greater emphasis on developing leadership capabilities at 

multiple organizational levels to enhance competitiveness and long-term sustainability 

(Geerts, 2024).

In response to these challenges, leadership development has emerged as a strategic 

priority  for  organizations  worldwide.  Leadership  development  programs  are 

increasingly  viewed as  investments  in  human capital  designed to  strengthen the 

knowledge, skills,  competencies, and behaviors necessary for effective leadership. 

These  initiatives  commonly  incorporate  formal  training,  executive  coaching, 

mentoring, experiential learning, action-learning projects, and succession planning 

activities. Recent evidence indicates that leadership development remains among the 

most  significant  priorities  for  learning  and  development  professionals  seeking  to 

prepare organizations for future challenges and improve organizational effectiveness 

(Harvard Business Impact, 2025).

Recent trends further demonstrate a shift toward continuous, technology-enabled, and 

future-oriented approaches to leadership development. Organizations are increasingly 

integrating  digital  learning  platforms,  virtual  coaching,  artificial  intelligence-

supported learning tools, and blended learning methodologies into leadership training 

initiatives.  Moreover,  leadership  development  is  no  longer  confined  to  senior 

executives;  organizations  are  extending  development  opportunities  to  middle 

managers,  emerging leaders,  and high-potential  employees.  This shift  reflects the 

growing recognition that leadership capability should be distributed throughout the 
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organization  rather  than  concentrated  solely  at  the  top  management  level. 

Consequently, competencies such as adaptability, resilience, emotional intelligence, 

collaborative  leadership,  and  strategic  decision-making  have  become  central 

components of contemporary leadership development programs (Harvard Business 

Impact, 2025).

Despite substantial investments in leadership development, organizations continue to 

face challenges in demonstrating the effectiveness of these initiatives. Leaders operate 

in environments characterized by technological disruption, hybrid work arrangements, 

workforce  transformation,  talent  shortages,  economic  uncertainty,  and increasing 

performance expectations. These conditions have intensified leadership demands and 

heightened the need for continuous skill development and adaptability (DDI Global 

Leadership  Forecast,  2025;  McClure  &  Gerdau,  2026).  Although  leadership 

development  programs are  widely  assumed to  contribute  to  improved leadership 

effectiveness and organizational outcomes, empirical evidence regarding their impact 

remains fragmented and, in some cases, inconclusive.

A significant concern within the literature is the difficulty of establishing a direct 

relationship  between  leadership  development  interventions  and  organizational 

performance outcomes.  While  many studies  report  positive  effects  on participant 

learning,  leadership  competencies,  and  behavioral  change,  fewer  studies  provide 

robust evidence linking leadership development to broader organizational outcomes 

such as employee performance, productivity, innovation, and overall organizational 

effectiveness. Furthermore, organizational performance is influenced by numerous 

contextual  factors,  making  it  challenging  to  isolate  the  specific  contribution  of 

leadership development initiatives (Debets et al., 2023; Geerts, 2024). Consequently, 

organizations often struggle to evaluate the return on investment associated with 

leadership development programs and to identify the mechanisms through which such 

programs generate value.

Against this backdrop, there is a growing need for empirical research that examines 

how leadership development programs contribute to leadership skill acquisition and 

how these skills subsequently influence employee and organizational performance. 

Understanding  these  relationships  is  particularly  important  given  the  substantial 
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resources devoted to leadership development and the strategic role of leadership in 

achieving  organizational  objectives.  By  investigating  the  impact  of  leadership 

development programs on leadership skills and organizational performance, this study 

seeks to contribute to the ongoing debate regarding the effectiveness of leadership 

development interventions and provide evidence-based insights for both scholars and 

practitioners.

Specifically, the study examines the influence of leadership development programs on 

leadership skills, explores the relationship between leadership skill development and 

employee performance,  and assesses the extent to which leadership development 

contributes  to  organizational  performance.  In  doing  so,  the  study  addresses  the 

following research questions: (1) How do leadership development programs influence 

leadership skills? (2) What relationship exists between leadership skill development 

and employee performance? (3)  How do leadership development  programs affect 

organizational  performance?  and  (4)  What  factors  influence  the  effectiveness  of 

leadership development programs?

To guide the empirical investigation, the study tests four hypotheses. First, leadership 

development programs are expected to have a positive effect on leadership skills (H1). 

Second, leadership skill  development is expected to positively influence employee 

performance (H2). Third, leadership development programs are expected to positively 

affect  organizational  performance  (H3).  Finally,  leadership  skill  development  is 

expected to mediate the relationship between leadership development programs and 

organizational performance (H4).

The study contributes to the leadership development and organizational performance 

literature  by  providing  empirical  evidence  on  the  mechanisms  through  which 

leadership development initiatives influence individual and organizational outcomes. 

From a practical perspective, the findings may assist organizational leaders, human 

resource  professionals,  and  learning  and  development  practitioners  in  designing, 

implementing, and evaluating leadership development programs more effectively. By 

examining leadership development as a strategic organizational investment, the study 

offers insights that may support evidence-based decision-making regarding leadership 

capacity building and workforce development initiatives.

GENIUS MULTIDISCIPLINARY
INTERNATIONAL JOURNAL

ISSN: 2971-7760    |    VOL 6, ISS 3    |    03 AUGUST 2026

https://doi.org/10.5281/zenodo.21770182
NASARAWA STATE UNIVERSITY, KEFFI, NIGERIA

NASARAWA STATE UNIVERSITY KEFFI

GLOBAL PARTNER

69GENIUS MULTIDISCIPLINARY INTERNATIONAL JOURNAL



2. Literature Review

Leadership development has become a strategic priority for organizations seeking to 
strengthen leadership capacity and improve organizational competitiveness in 
increasingly dynamic business environments. Rapid technological advancement, 
globalization, workforce diversity, and evolving stakeholder expectations have 
significantly expanded leadership responsibilities, requiring organizations to invest 
in systematic leadership development initiatives. Leadership development 
encompasses structured interventions such as formal training, executive coaching, 
mentoring, job rotation, action learning, experiential learning, and succession 
planning designed to enhance leaders' knowledge, skills, and behaviors (Lacerenza 
et al., 2022). Contemporary research emphasizes that leadership development 
extends beyond improving individual managerial competencies to strengthening 
organizational leadership capacity through collaborative learning and shared 
leadership practices. Day and Dragoni (2023) distinguish between leader 
development, which focuses on individual competence, and leadership development, 
which emphasizes collective organizational capability. This distinction reflects the 
increasing need for distributed leadership within modern organizations.

Digital transformation has further reshaped leadership development by introducing 
technology-enabled learning platforms, virtual coaching, artificial intelligence-
supported learning systems, and blended learning approaches. These innovations 
enable organizations to provide continuous, flexible, and personalized learning 
experiences for geographically dispersed and hybrid workforces (Harvard Business 
Impact, 2025). Studies indicate that leadership development initiatives integrating 
experiential learning, coaching, mentoring, and structured feedback produce 
stronger and more sustainable behavioral outcomes than traditional classroom-based 
programs (Moldoveanu & Narayandas, 2022). Despite substantial organizational 
investments, however, questions remain regarding the effectiveness of many 
leadership development programs. While organizations frequently evaluate 
participant satisfaction and immediate learning outcomes, fewer studies demonstrate 
sustained improvements in leadership behavior or measurable organizational 
performance (Geerts, 2024). Consequently, evaluating leadership development 
effectiveness remains an important area of organizational research.

Leadership skill development represents the principal mechanism through which 
leadership development programs generate organizational value. Leadership skills 
include communication, strategic thinking, decision-making, emotional intelligence, 
adaptability, conflict management, problem-solving, team building, and change 
leadership (Newman et al., 2023). As organizations operate in increasingly uncertain 
environments, these competencies have become essential for fostering innovation, 
resilience, collaboration, and organizational transformation. Leadership literature 
consistently suggests that such competencies are acquired through continuous 
learning, coaching, mentoring, experiential practice, and constructive feedback 
rather than being innate personal characteristics (Day & Dragoni, 2023). 
Consequently, leadership development programs serve as strategic investments in 
building future leadership capacity.
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Among these competencies, emotional intelligence has received considerable 
attention because of its influence on leadership effectiveness, interpersonal 
relationships, employee engagement, and organizational change. Leaders possessing 
high emotional intelligence demonstrate greater ability to manage workplace 
relationships, resolve conflicts, and motivate employees during periods of 
organizational uncertainty (Issah, 2024). Similarly, strategic thinking and sound 
decision-making have become increasingly important as leaders are expected to 
respond rapidly to technological disruption, competitive pressures, and evolving 
organizational challenges. Nevertheless, research indicates that leadership skill 
development depends not only on training quality but also on organizational support, 
learning culture, coaching effectiveness, participant motivation, and opportunities to 
apply newly acquired competencies within the workplace (Moldoveanu & 
Narayandas, 2022). This suggests that leadership development programs are most 
effective when embedded within broader organizational systems that encourage 
continuous learning and leadership practice.

Organizational performance remains one of the most important outcomes associated 
with effective leadership. Contemporary perspectives define organizational 
performance broadly, encompassing financial performance, employee productivity, 
innovation, customer satisfaction, operational efficiency, employee engagement, and 
long-term sustainability rather than relying solely on financial indicators (Richard et 
al., 2023). Leadership plays a central role in achieving these outcomes by influencing 
strategic decision-making, organizational culture, employee motivation, 
communication, and change management. Effective leaders align organizational 
resources with strategic objectives, encourage collaboration, support innovation, and 
create work environments that promote employee effectiveness (Contreras et al., 
2024).

Recent research increasingly suggests that leadership development contributes to 
organizational performance indirectly through improvements in leadership 
competencies and employee behavior. Enhanced leadership skills strengthen leaders' 
capacity to motivate employees, facilitate teamwork, support organizational learning, 
and improve communication, ultimately contributing to higher productivity, stronger 
employee engagement, reduced turnover intentions, and improved organizational 
effectiveness (Newman et al., 2023). Consequently, leadership skill development is 
widely recognized as a mediating mechanism linking leadership development 
initiatives with organizational performance. However, establishing a direct causal 
relationship remains challenging because organizational performance is 
simultaneously influenced by organizational culture, technological capabilities, 
market conditions, resource availability, and workforce characteristics. Researchers 
therefore continue to advocate empirical studies that examine the mechanisms 
through which leadership development generates organizational value (Geerts, 
2024).

The present study is grounded in four complementary theoretical perspectives. 
Human Capital Theory argues that investments in employee education and 
development improve knowledge, competencies, and productivity, thereby enhancing 
organizational performance (Crook et al., 2021). Transformational Leadership 
Theory proposes that leadership effectiveness depends on leaders' ability to inspire, 
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intellectually stimulate, and motivate employees toward organizational goals, 
suggesting that leadership development strengthens these transformational 
capabilities (Banks et al., 2022). Social Learning Theory explains leadership 
development as a process of learning through observation, mentoring, coaching, 
modeling, and experiential interaction, thereby supporting the use of developmental 
activities such as mentoring and coaching within leadership programs (Bandura, 
2021). Finally, Kirkpatrick's Four-Level Training Evaluation Model provides a 
structured framework for evaluating leadership development across participant 
reactions, learning outcomes, behavioral change, and organizational results, thereby 
linking development interventions to measurable organizational performance 
(Kirkpatrick & Kirkpatrick, 2022).

Recent empirical evidence generally supports the effectiveness of leadership 
development programs. Newman et al. (2023) reported that structured leadership 
development initiatives significantly improved leadership competencies, employee 
engagement, and team performance across diverse industries. Similarly, Contreras 
et al. (2024) found positive relationships between leadership development, 
managerial effectiveness, organizational innovation, and employee productivity. 
Geerts (2024) concluded that programs incorporating coaching, mentoring, 
experiential learning, and continuous feedback consistently outperform traditional 
classroom-based approaches, while emphasizing the importance of organizational 
support and learning culture. Issah (2024) further demonstrated that emotional 
intelligence training enhances leadership effectiveness and employee satisfaction in 
contemporary workplaces.

Despite these encouraging findings, inconsistencies remain within the literature. 
Debets et al. (2023) observed that although leadership development programs 
improved participants' perceived leadership competencies, evidence linking these 
improvements directly to organizational performance remained limited. Other 
scholars similarly report challenges in measuring long-term organizational outcomes 
and isolating the effects of leadership development from broader organizational 
influences (Geerts, 2024). These mixed findings indicate that additional research is 
required to better understand the pathways through which leadership development 
contributes to organizational performance, particularly the mediating role of 
leadership skill development.

Although substantial progress has been made in leadership development research, 
important gaps remain. Existing studies frequently emphasize immediate learning 
outcomes while providing limited evidence regarding sustained organizational 
performance. Furthermore, many investigations examine direct relationships 
between leadership development and organizational performance without adequately 
exploring leadership skill development as an intervening mechanism. Finally, rapid 
digital transformation, hybrid work environments, and technological disruption 
continue to reshape organizational leadership requirements, creating a need for 
further empirical investigation into contemporary leadership development 
approaches. This study addresses these gaps by examining the relationships among 
leadership development programs, leadership skill development, employee 
performance, and organizational performance within an integrated conceptual 
framework.
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3 Conceptual Framework and Hypotheses

This  study  is  anchored  on  Human  Capital  Theory,  Transformational  Leadership 

Theory,  and  Social  Learning  Theory,  which  collectively  explain  how  leadership 

development  initiatives  contribute  to  organizational  outcomes.  The  conceptual 

framework proposes that leadership development programs influence organizational 

performance  both  directly  and  indirectly  through  leadership  skill  development. 

Leadership development programs, comprising activities such as training, coaching, 

mentoring,  and  experiential  learning,  are  expected  to  enhance  leadership 

competencies  including  communication,  decision-making,  emotional  intelligence, 

strategic  thinking,  and  team  leadership.  These  competencies  enable  leaders  to 

effectively influence employees, improve workplace processes, and contribute to the 

achievement of organizational goals.

Accordingly,  leadership  skill  development  is  conceptualized  as  the  mediating 

mechanism through which leadership development programs translate into improved 

organizational performance. Organizational performance in this study refers to the 

achievement  of  organizational  objectives  in  terms  of  productivity,  efficiency, 

innovation, employee engagement, and overall effectiveness. The framework therefore 

suggests that organizations that invest in leadership development are more likely to 

strengthen  leadership  capabilities,  which  subsequently  enhance  organizational 

performance.
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Figure 1: Conceptual Framework

Source: Author’s conceptualization (2026)

Drawing  from  the  theoretical  and  empirical  literature,  leadership  development 

programs are expected to positively influence leadership skill development because 

structured learning interventions enhance knowledge, competencies, and leadership 

behaviors. Furthermore, leadership skill development is expected to positively affect 

organizational  performance,  as  leaders  with  stronger  competencies  are  better 

positioned to motivate employees, make effective decisions, and drive organizational 

success. Leadership development programs may also have a direct positive effect on 

organizational  performance  through  improved  managerial  effectiveness,  strategic 

alignment,  and  organizational  learning.  Finally,  leadership  skill  development  is 

expected to mediate the relationship between leadership development programs and 

organizational  performance  by  serving  as  the  primary  pathway  through  which 

acquired leadership capabilities translate into organizational outcomes.

Based on these arguments, the following hypotheses are proposed:

H1: Leadership development programs have a significant positive effect on leadership 

skill development.

H2: Leadership skill development has a significant positive effect on organizational 

performance.
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H3: Leadership  development  programs  have  a  significant  positive  effect  on 

organizational performance.

H4: Leadership  skill  development  mediates  the  relationship  between  leadership 

development programs and organizational performance.

3. Methodology

This study adopted a quantitative research approach using a cross-sectional 
survey design to examine the relationships among leadership development 
programs, leadership skill development, and organizational performance. A 
quantitative approach was appropriate because it enables empirical testing of 
hypothesized relationships using statistical techniques, while the cross-sectional 
design allowed data to be collected from respondents at a single point in time 
without manipulating the study variables.

The study was underpinned by the positivist research philosophy, which assumes 
that organizational phenomena can be objectively measured and analyzed through 
statistical methods. This philosophical perspective aligns with the study's objective of 
testing hypotheses derived from Human Capital Theory, Transformational 
Leadership Theory, and Social Learning Theory.

The target population comprised employees and managerial staff from organizations 
implementing formal leadership development programs. Participants included 
individuals who had participated in leadership development initiatives or occupied 
supervisory and managerial positions. A representative sample was determined using 
the Yamane (1967) sample size formula, while a stratified random sampling 
technique was employed to ensure adequate representation of managerial, 
supervisory, and employee categories. Simple random sampling was subsequently 
applied within each stratum to minimize sampling bias.

Primary data were collected using a structured questionnaire consisting of items 
measuring leadership development programs, leadership skill development, and 
organizational performance. Responses were measured on a five-point Likert scale 
ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). Leadership 
development programs were assessed through dimensions including training quality, 
coaching, mentoring, and experiential learning (Lacerenza et al., 2022). Leadership 
skill development was measured using communication, decision-making, emotional 
intelligence, and strategic thinking competencies (Newman et al., 2023), while 
organizational performance was evaluated using productivity, operational efficiency, 
innovation, and employee engagement indicators (Richard et al., 2023).

The research instrument underwent content validity assessment through expert 
review by specialists in human resource development and organizational behavior. 
Internal consistency reliability was evaluated using Cronbach's Alpha, with a 
coefficient of 0.70 or higher considered acceptable.
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Data were analyzed using both descriptive and inferential statistics. Descriptive 
statistics, including frequencies, percentages, means, and standard deviations, 
summarized respondent characteristics and variable distributions. Pearson 
correlation analysis examined relationships among the study variables, while 
multiple regression analysis tested the direct effects of leadership development 
programs and leadership skill development on organizational performance. The 
mediating role of leadership skill development was evaluated using mediation 
analysis through either the Baron and Kenny procedure or the PROCESS Macro. 
The regression model was specified as:

Where OP represents organizational performance, LDP denotes leadership 
development programs, LSD represents leadership skill development, β denotes 
regression coefficients, and ε is the error term.

Ethical standards were observed throughout the study. Participation was voluntary, 
informed consent was obtained from all respondents, confidentiality and anonymity 
were guaranteed, and the data collected were used solely for academic purposes.

4. Results and Findings

4.1 Response Rate

A  total  of  250  questionnaires  were  distributed  to  respondents  across  selected 

organizations. Out of this number, 224 were successfully retrieved, while 212 were 

deemed usable for analysis after data cleaning. This represents a valid response rate of 

84.8%, which is considered adequate for statistical analysis in social science research.

Table 1: Response Rate

Description Frequen

cy

Percentage 

(%)

Questionnaires 

Distributed

250 100

Returned 224 89.6

Valid for Analysis 212 84.8

Source: Field survey (2026)
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4.2 Demographic Characteristics of Respondents

The demographic profile of respondents indicates a balanced representation across 

gender, age, and organizational roles. The majority of respondents fall  within the 

active working-age group, suggesting relevance of their responses to leadership and 

organizational performance contexts.
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Table 2: Demographic Profile of Respondents

Variab

le

Categor

y

Frequen

cy

Percentage 

(%)

Gend

er

Male 118 55.7

Female 94 44.3

Age 21–30 62 29.2

31–40 98 46.2

41–50 38 17.9

51+ 14 6.6

Positi

on

Staff 96 45.3

Supervi

sor

74 34.9

Manage

r

42 19.8

Source: SPSS Output (Version 29)

4.3 Reliability Analysis

The reliability of the measurement instrument was tested using Cronbach’s Alpha 

coefficient. All constructs recorded values above the acceptable threshold of 0.70, 

indicating strong internal consistency.

Table 3: Reliability Statistics

Variable Number  of 

Items

Cronbach’s 

Alpha

Leadership  Development 

Program

6 0.88

Leadership  Skill 

Development

7 0.91

Organizational 6 0.89
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Performance

Source: SPSS Output (Version 29)

4.4 Descriptive Statistics of Study Variables

The mean scores of all study variables indicate a generally positive perception of 

leadership development programs, leadership skill development, and organizational 

performance among respondents.
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Table 4: Descriptive Statistics

Variable Mea

n

Std. 

Deviation

Leadership  Development 

Program

4.12 0.63

Leadership  Skill 

Development

4.05 0.58

Organizational 

Performance

4.01 0.61

Source: SPSS Output (Version 29)

4.5 Correlation Analysis

Pearson correlation results indicate significant positive relationships among all study 

variables.  Leadership  development  programs  show  a  strong  relationship  with 

leadership skill development, while leadership skill development also shows a strong 

relationship with organizational performance.

Table 5: Correlation Matrix

Variabl

es

LDP LSD O

P

LDP 1

LSD 0.72*

*

1

OP 0.68*

*

0.75*

*

1

Note: p < 0.01

Source: SPSS Output (Version 29)

4.6 Regression Analysis
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Multiple regression analysis was conducted to test the direct effects of leadership 

development  programs  and  leadership  skill  development  on  organizational 

performance.

Table 6: Regression Results

Predictor Variable Beta 

(β)

t-

value

p-

value

Leadership  Development 

Program

0.31 4.82 0.000

Leadership  Skill 

Development

0.52 7.96 0.000

R² = 0.67

Adjusted R² = 0.66

The results indicate that both leadership development programs and leadership skill 

development have significant positive effects on organizational performance.

4.7 Hypothesis Testing

The hypotheses were tested based on regression and correlation results.

Table 7: Summary of Hypothesis Testing

Hypothe

sis

Statement Result

H1 LDP → LSD Supported

H2 LSD → OP Supported

H3 LDP → OP Supported

H4 Mediation effect of 

LSD

Supported  (partial 

mediation)

Source: SPSS Output (Version 29)

4.8 Mediation Analysis
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The mediation analysis indicates that leadership skill development partially mediates 

the  relationship  between  leadership  development  programs  and  organizational 

performance.  This  suggests  that  while  leadership  development  programs directly 

influence performance, a significant portion of their impact is transmitted through the 

development of leadership competencies.

4.9 Summary of Findings

The findings of this study reveal that leadership development programs significantly 

enhance  leadership  skill  development,  which  in  turn  improves  organizational 

performance. Furthermore, leadership development programs have both direct and 

indirect  effects  on  organizational  performance,  confirming  the  mediating  role  of 

leadership skill development.
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5. Discussion of Findings 

The findings of this study demonstrate that leadership development programs play a 
significant  role  in  enhancing  leadership  skill  development  and  improving 
organizational performance. The results indicate that employees who participate in 
structured  leadership  development  initiatives  acquire  critical  leadership 
competencies,  including  communication,  decision-making,  emotional  intelligence, 
strategic  thinking,  and problem-solving  skills,  which  contribute  to  more  effective 
leadership and improved organizational  outcomes.  The study further reveals  that 
leadership  development  programs  have  both  direct  and  indirect  effects  on 
organizational performance, with leadership skill development serving as a partial 
mediator. This implies that while leadership training directly influences organizational 
effectiveness, a substantial portion of its impact is achieved through the development 
of  leadership  competencies  that  enable  leaders  to  motivate  employees,  improve 
teamwork, foster innovation, and achieve organizational goals.

The findings are consistent with Human Capital Theory, Social Learning Theory, and 
Transformational Leadership Theory, which collectively explain that investments in 
leadership  training  enhance  individual  knowledge  and  skills,  promote  behavioral 
change through learning and experience, and strengthen leadership practices that 
drive organizational success. The study also confirms that leadership development 
programs contribute to organizational performance not only by improving individual 
capabilities but also by fostering a culture of continuous learning, better strategic 
decision-making,  and  stronger  organizational  alignment.  Furthermore,  the  partial 
mediating role of leadership skill  development suggests that leadership programs 
influence organizational performance through multiple pathways, including enhanced 
leadership competencies, improved organizational processes, and stronger leadership 
capacity.

The study provides empirical evidence that leadership development programs are 
valuable  strategic  investments  for  organizations.  When  properly  designed  and 
implemented, these programs strengthen leadership capabilities, improve employee 
and organizational performance, and create sustainable competitive advantages by 
developing  leaders  who  are  capable  of  responding  effectively  to  organizational 
challenges and driving long-term organizational success.

6. Conclusion 

The study concludes that  leadership development  programs significantly  enhance 
leadership competencies and contribute to improved organizational performance. The 
findings  demonstrate  that  structured  interventions  such  as  training,  coaching, 
mentoring, and experiential  learning equip leaders with essential  skills,  including 
communication,  strategic  thinking,  emotional  intelligence,  decision-making,  and 
adaptability,  which  improve  employee  engagement,  innovation,  productivity,  and 
overall  organizational  effectiveness.  The study further  establishes that  leadership 
development  programs  influence  organizational  performance  both  directly  and 
indirectly through leadership skill development, confirming the partial mediating role 
of leadership competencies. These findings validate the assumptions of Human Capital 
Theory,  Transformational  Leadership  Theory,  and  Social  Learning  Theory, 

GENIUS MULTIDISCIPLINARY
INTERNATIONAL JOURNAL

ISSN: 2971-7760    |    VOL 6, ISS 3    |    03 AUGUST 2026

https://doi.org/10.5281/zenodo.21770182
NASARAWA STATE UNIVERSITY, KEFFI, NIGERIA

NASARAWA STATE UNIVERSITY KEFFI

GLOBAL PARTNER

83GENIUS MULTIDISCIPLINARY INTERNATIONAL JOURNAL



emphasizing  that  investments  in  leadership  development  generate  organizational 
value by strengthening leaders' capabilities and improving organizational outcomes. 
Overall,  the  study  provides  empirical  evidence  that  well-designed  leadership 
development  programs  are  critical  for  building  effective  leadership  capacity  and 
achieving sustainable organizational success.

7. Recommendations 

Based on the findings, the study recommends that organizations continue investing in 
comprehensive leadership development programs as a strategic means of improving 
organizational  performance.  Organizations  should  adopt  integrated  development 
approaches that combine training, coaching, mentoring, job rotation, action learning, 
and experiential learning to strengthen leadership competencies effectively. Greater 
emphasis  should  be  placed  on  developing  critical  leadership  skills  such  as 
communication, emotional intelligence, strategic thinking, innovation, adaptability, 
and decision-making to meet the demands of modern organizations. Furthermore, 
organizations  should  establish  comprehensive  evaluation  systems  to  assess  the 
effectiveness  of  leadership  development  initiatives  while  fostering  a  culture  of 
continuous  learning,  knowledge  sharing,  and  innovation.  Finally,  leadership 
development programs should be closely aligned with organizational goals, workforce 
needs, and future leadership requirements to ensure long-term organizational growth, 
competitiveness, and sustainability.

Sponsored by 
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